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Abstract

This research delves into the dynamic interplay between Follower-
Leader Goal Congruence (FC), Inclusive Leadership (IL), and Extra-
Role Behavior (EXB), exploring the profound influence of shared goals
on organizational dynamics. Utilizing a comprehensive approach, the
study investigates how aligning goals between followers and leaders
contributes to the manifestation of IL practices and the subsequent
engagement in EXBs within the organizational context. The
methodology involves using established scales to measure FC, IL, and
EXB, ensuring robustness in the data collection process. Validity and
reliability analyses confirm the credibility of the utilized measures.
Correlation analyses reveal positive relationships between IL and FC
and IL and EXB and a significant positive link between FC and EXB.
Further scrutiny through hypothesis testing, also employing the Process
Macro, establishes that IL has a positive effect on both FC (= 0.462,
SE=0.071, 95% CI = 0.344, 0.759) and EXB (3= 0.335, SE=0.052, 95%
Cl =0.235, 0.521). Additionally, the impact of FC on EXB is positive
and significant (f=0.301, SE=0.068, 95% CI = 0.189, 0.425). Notably,
the confidence intervals provide strong evidence for the support of all
hypotheses. The study's final theory posits the mediating role of FC in
the relationship between IL and EXB. Empirical findings affirm this
hypothesis, indicating that FC acts as a mediator (= 0.196, SE=0.047,
95% CI =0.088, 0.164), elucidating the intricate connection between IL
and EXB.In conclusion, this research illuminates the transformative
potential of common goals, emphasizing how the unity of goals between
followers and leaders catalyzes inclusive leadership practices and
fosters extraordinary outcomes through enhanced engagement in EXBs.

Keywords: Inclusive Leadership, Extra-Role Behavior Follower-
Leader Goal Congruence.

JEL Classification: M10
Introduction

In the modern organizational research realm, the quest for excellence
goes beyond the limitations of conventional leadership models.
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Organizations increasingly focus on the intricate dynamics
between leaders and followers as they aim for innovation,
adaptation, and long-term success. This exploration
primarily focuses on FC, which refers to the dynamic aspect
of aligning objectives between leaders and their followers.

This study investigates the complex connections between
FC, IL, and EXB. In a period where cooperation and a
shared sense of purpose are celebrated as factors that drive
organizational achievement, it becomes crucial to
comprehend the harmonious effects generated by shared
objectives. This study is predicated on the notion that when
followers and leaders have shared aims, it results in the
adoption of IL techniques, hence stimulating individuals to
go beyond their official responsibilities and partake in
supplementary endeavors.

The selected title, "Common Goals, Extraordinary
Outcomes," succinctly captures the fundamental nature of
this study. Our objective is to examine the impact of FC on
IL and EXB to enhance the ongoing discussion on IL and
EXB. As we explore the complexities of these interwoven
structures, we expect to discover valuable insights that
improve theoretical understanding and provide practical
guidance for corporate leaders aiming to cultivate
collaborative and high-performing cultures. The study
establishes the context for investigating the profound
capacity of shared objectives, offering a structure for
comprehending how FC serves as a crucial element in the
connections between IL and EXB. As we progress through
the following parts, the study attempts to provide a
comprehensive understanding of the interaction between
these elements, giving insight into the overall dynamics of
organizations and the effectiveness of leadership in
achieving shared objectives..

Literature Review
The Concept of Inclusive Leadership

IL is a strategic approach to heightening employee
enthusiasm by fostering transparent communication and
demonstrating appreciation for subordinates (Carmeli et
al., 2010). Javed etal. (2017) define IL as actively involving
employees, fostering idea exchange, and recognizing
significant contributions with respect and fairness.
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Inclusive leaders proactively involve subordinates in
decision-making and organizational activities (Vakiraetal.,
2023). This drive cultivates emotional dedication to work
and encourages active participation. Jackson and Parry
(2008) have examined the application of the IL style in the
business sector and its effects on outcomes. IL's potential to
enhance employee engagement is emphasized, with
Hollander (2009) suggesting that employees are more
likely to participate when their ideas are valued.

Moreover, IL may lead to a more motivated and engaged
workforce (Javed et al., 2021) and foster psychological
trust among subordinates (Nembhard& Edmondson,
2006). IL's effectiveness in change management
procedures has been noted, enhancing employees' adoption
of a more optimistic attitude toward change. Research has
also explored its impact on business reputation. Randel et
al. (2016) argue that effectively managing diversity,
including inclusiveness, requires evaluating different
perspectives and emphasizing individual contributions.
IL's positive impacts on workplace diversity have been
acknowledged, emphasizing the need for individuals to
possess competencies that enable them to function
(Tasdemir et al., 2019). Choi et al. (2017) suggest that
fostering an environment where leaders support varied
thinking styles promotes creative thinking among team
members. The effect of IL on innovation and creative
thinking is another area of considerable interest, although
there still needs to be more consensus on its theoretical
framework and conceptual understanding (Shore & Chung,
2022).

IL is increasingly important in organizational research,
promoting leadership styles and actions that create a
diverse and inclusive work environment. The scholarly
literature underscores leaders fostering a sense of
belonging, appreciation, and equitable opportunities. IL
ensures fair involvement and representation, with leaders
actively seeking varied perspectives and engaging
employees from all backgrounds. IL exerts substantial and
progressive forecast influences (Rui-Ying Ying et al.,
2018).

Effective communication is crucial in fostering an inclusive
culture (Catalyst, 2008; Gallo, 2018). IL goes beyond

www.pbr.co.in



individual leader behaviors, encompassing company
practices and policies. Leaders incorporating diversity and
inclusion into policies establish a lasting basis for an
inclusive workplace (Mor et al., 1998; Ryan & Haslam,
2007). Studies highlight IL's beneficial influence on
organizational results, such as employee engagement,
performance, and creativity (Kog et al., 2022). Inclusive
leaders are crucial in creating a favorable organizational
environment by promoting psychological security (Hunt et
al., 2018). Carmeli et al. (2010) emphasize IL's importance
in fostering diversity, equity, and inclusion within
businesses. Organizations can improve employee well-
being, stimulate innovation, and establish a workplace that
appreciates and utilizes talents. The notion that IL may be
acquired underscores the efficacy of leadership training
programs (McCauley et al., 2010). Employers prioritizing
inclusivity can motivate employees to take initiative and
think creatively (Korkmazetal., 2022).

The Concept of Extra-Role Behavior

EXB encompasses actions beyond the expected duties and
responsibilities outlined in one's formal job description and
is not directly rewarded by the organization. These
behaviors stem from an individual's inherent urge to assist
and provide assistance to others (Srivastava &Dhar, 2015).
EXB pertains to adhering closely to the terms of a contract
and fulfilling the contractual duties and obligations and
relates to the voluntary engagement of work and services
that are not explicitly stated in the contract (Wang et al.,
2017; Zhang et al., 2018). EXB obviates the need for costly
formal methods and is crucial for restructuring operations.
Many employers have implemented institutional
transformation to improve organizational processes and
workflows. The study of EXB has gained significant
attention in organizational psychology and management
research due to its positive impact on workplace dynamics
and organizational effectiveness. Bakari et al. (2017)
defined EXB as activities requiring more effort beyond
compliance or job maintenance. This includes behaviors
such as cooperation and advocating, which are considered
discretionary. This strategy also encompasses attitudinal
metamorphosis, which entails fostering a constructive
culture that prioritizes social accountability and

www.pbr.co.in

Volume 17 Issue 4 October 2024

augmenting the competencies and capabilities of
employees to render businesses nimbler, flexible, and
effective. Voluntary action aims to improve the
organization and encompasses multiple dimensions,
including individual, team, and organizational (Krug,
2015). EXB, also known as organizational citizenship
behavior, refers to voluntary actions performed by
employees that go beyond their formal job responsibilities
and contribute to the general functioning and well-being of
the business. Nevertheless, additional role behavior
distinguishes itself from OCB and championing behavior
by encompassing proactive actions and principled
organizational dissent, which are not seen as part of OCB.
From an individual behavior standpoint, EXB is typically
characterized as the capacity of employees to engage in and
exhibit beneficial actions beyond their formal
responsibilities. This includes assisting colleagues without
expecting reciprocation, offering aid, showing
consideration for others, fostering a sense of community,
and providing valuable advantages to coworkers and
organizations (Andrade &Neves, 2022). EXBs refer to
actions that surpass the expectations outlined in the official
job description and are neither recognized nor rewarded
inside the formal organizational structure (Ramos et al.,
2018). One critical dimension of EXB is altruism, where
employees engage in selfless acts to assist their colleagues
or contribute to team goals. Altruistic behaviors, such as
helping coworkers with tasks, sharing knowledge, and
providing support during challenging times, have been
linked to increased team cohesion and improved overall
organizational climate (Podsakoff et al., 2000). Another
facet of EXB is conscientiousness, where employees
demonstrate a heightened sense of responsibility and
dedication to their work tasks. This can include staying late
to complete a project, taking on additional responsibilities
voluntarily, and actively seeking ways to improve work
processes (Organ & Ryan, 1995). The literature also
emphasizes the role of leadership styles, such as servant
leadership, in influencing and encouraging EXB among
employees. Servant leadership, characterized by leaders
who prioritize the well-being and development of their
team members, has been associated with increased levels of
OCB, suggesting that a supportive leadership approach

17



Pacific Business Review (International)

fosters a positive organizational culture (Liden etal., 2008).
Furthermore, research has explored the connection
between personality traits and EXB. For instance,
individuals with high agreeableness and conscientiousness,
as identified in The Big Five Personality Model, are more
likely to engage in behaviors that contribute to the social
and task-related aspects of the workplace (Burger, 2011;
Organ & Ryan, 1995). Self-efficacy, an individual's trust in
their capability to accomplish tasks, has also been linked to
EXB. According to Pavalache-llie (2014), employees who
strongly believe in their abilities are more inclined to tackle
difficult jobs, persevere through obstacles, and actively
participate in behaviors that benefit the organization. Tefera
and Hunsaker (2020) and Tagliabue et al. (2020) assert that
extra-role conduct is paramount in organizational human
resource management. Spiritual motivation, encompassing
intrinsic and extrinsic motivation, has been recognized as a
driving force behind EXB. Employees motivated by a sense
of purpose and personal fulfillment are more inclined to go
above and beyond their formal job duties, contributing to
the overall mission and values of the organization (Ibrahim
&Aslinda, 2014). EXB is distinct from the "extra efforts"
exhibited by employees. While “"extra efforts” may be
considered during performance evaluations and potentially
rewarded in the future, EXB is characterized by voluntary
actions that are not factored into performance appraisals
(Peus et al., 2012). In conclusion, the literature on EXB
underscores its significance in shaping a positive
organizational culture and enhancing overall workplace
effectiveness. By understanding the factors influencing
EXB, organizations can cultivate environments that
encourage employees to contribute actively to the
organization's collective success.

The Concept of Follower-Leader Goal Congruence

Goal congruence pertains to aligning goals and values
between leaders and subordinates within the professional
realm and organizational dynamics (Bouckenooghe et al.,
2015). Goal congruence pertains to the synchronization of
common objectives among personnel, substantially
impacting the harmonious operation of the organizational
framework (Vancouver et al., 1994). The congruence of
objectives between leaders and followers can result in the
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cultivation of inclusive leadership, a distinctive
characteristic in the dynamic between leaders and followers
(Graen&UhI-Bien, 1995; Herman et al., 2013). When
leaders and followers share identical expectations for
success, it improves objectives' congruence. Alignment is
the foundation for the emergence of congruence traits in the
leader-follower relationship. Kristof-Brown et al. (2005)
have found a relationship between the congruence of
personal traits between leaders and followers. Leana and
Van Buren (1999) emphasize the need for leaders and
followers to establish mutual goals to promote the
interchange of vital knowledge essential for achieving
shared objectives.

Enhanced goal alignment also promotes subordinates'
understanding of organizational decisions and associated
procedures. Schaubroeck and Lam (2002) showed that a
match in personality between leaders and followers leads to
improved performance in organizational goals. Bryant and
Merritt (2019) discovered that a robust correlation between
leaders and followers enhances followers' loyalty toward
leaders and extends to the organizations they represent. De
Clercq et al. (2011) highlight the importance of extensive
knowledge, enabling individuals to establish robust
connections between organizational decisions and their
responsibilities. Ensuring that employees and managers
share the same objectives is essential to fostering a solid
emotional connection with the organization, cultivating
trust in leaders, and enhancing work engagement. This
study investigates the impact of goal congruence on the
interaction between leaders and followers by integrating IL
and EXB. The congruence of personality qualities between
leaders and followers implies a mutual aspiration to
improve their work environment. The convergence of goals
is anticipated to strengthen interpersonal connections,
fostering enhanced personal interactions.

The Relationship Between Inclusive Leadership and
Extra-Role Behavior

IL, characterized by a leader's ability to embrace and value
diverse perspectives, has been a subject of growing interest
in organizational literature. Scholars have explored its
impact on various organizational outcomes, including its
relationship with EXBs exhibited by employees. Research
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by Carmeliet al. (2010) found that IL positively correlates
with EXBs and creativity. Inclusive leaders encourage
employees to go beyond their formal job duties by
cultivating an environment of psychological safety and
belonging. This inclusivity creates a sense of organizational
identity and, in turn, motivates employees to engage in
discretionary behaviors that contribute to the organization's
overall effectiveness.

Moreover, the study by Nielsen and Munir (2009) provides
insights into the link between IL and EXBs in innovation.
Inclusive leaders, by acknowledging and integrating
diverse ideas, stimulate a culture of innovation. Feeling
valued and included, employees are more likely to
contribute innovative suggestions and engage in EXBs that
promote the organization's innovative capacity. The
reciprocity between IL and EXBs is further supported by
Nishii's work (2013). In her research, Nishii emphasizes
that IL creates a positive social exchange where employees
feel supported and recognized. In return, employees are
more inclined to demonstrate EXBs as a form of positive
reciprocity. In conclusion, the literature consistently
highlights a positive relationship between IL and EXBs.
Inclusive leaders, by nurturing a work climate that esteems
diversity and facilitates a sense of belonging, cultivate a
culture where employees willingly employ manners that go
above their traditional job requirements, ultimately
donating to the overall triumph and efficacy of the
organization.

Hypothesis 1. Inclusive Leadership Positively Affects
Extra-Role Behavior.

What is The Relationship Between Inclusive
Leadership and Goal Congruence?

While the correlation between IL and goal congruence has
yet to be thoroughly examined, insights from relevant
literature can explain their potential link. Existing studies
have demonstrated a favorable association between IL and
work engagement, psychological safety, and workgroup
identification (Guo et al., 2020; Shore & Chung, 2022).
However, more empirical evidence is needed regarding the
influence of IL on FC. IL, which involves a leader's
capacity to welcome and incorporate varied viewpoints and
establish an inclusive workplace, has similarities with goal
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congruence. Goal congruence entails the synchronization
of individual and organizational aims, fostering unity and
consistency in pursuing common goals. The study
conducted by Carmeli and Gittell (2009) indicates that IL
techniques, such as promoting transparent communication
and cultivating trust, favorably impact the overall
organizational environment. Within such a context,
employees are more prone to perceiving organizational
objectives as comprehensive and harmonious with their
ambitions. This alignment can be viewed as a fundamental
element of goal congruence. The objective of follower-
leader relationship congruence entails the synchronization
of objectives between subordinates and superiors
(Nahapiet&Ghoshal, 1998).

Additionally, it demonstrates how followers sense a
significant congruence with their company. De Clercg et al.
(2009) define congruence as a metric that evaluates the
strength of the relationships between followers and leaders.
When employees perceive a clear correlation between their
objectives and the goals of others in the organization, they
are more likely to display positive behaviors and avoid
engaging in harmful activities that could negatively impact
the organization's performance (Colbert et al., 2004).
Additionally, the research conducted by Shore et al. (2011)
emphasizes the significance of IL in improving employee
dedication and involvement. Leaders who practice
inclusivity foster a feeling of belonging and a shared sense
of purpose among their personnel. The alignment of this
shared objective might enhance goal congruence, as
employees are more inclined to perceive their goals as
interconnected with the broader business objectives.
Although there is a lack of direct empirical studies, notably
establishing a connection between IL and goal congruence,
the theoretical foundations and evidence from related fields
indicate a potential positive correlation. The person-
supervisor fit theory offers a comprehensive theoretical
framework for comprehending the impact of the leader-
follower need for achieving congruence or incongruence.
However, it does not uncover the underlying mechanism, as
Qin et al. (2019) stated. When an engaged employee
collaborates with an engaged boss, either higher or lower,
they may have similar levels of job engagement. Their
mutual knowledge of the importance of their work might
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motivate them to develop a strong connection.

Furthermore, the interaction between a leader and follower
might result in a more favorable approach toward their
professional tasks, enhancing mutual attractiveness and
trust (Bakker &Xanthopoulou, 2009). According to LMX
theory, meaningful interactions would enhance the
inclination to establish formalized role routinization (Matta
etal., 2015).

Nevertheless, less engaged followers will have reduced
motivation to meet the expectations set by leaders (Wirtz et
al., 2017), resulting in a diminished assessment of leaders
by their followers. IL, which prioritizes communication,
trust-building, and cultivating a sense of belonging, can
create an organizational atmosphere where individual and
communal goals are seen as harmonious and aligned.
Further study that specifically examines the correlation
between IL and goal congruence could yield significant
insights into the impact of leadership practices on goal
alignmentacross firms.

Hypothesis 2. Inclusive Leadership Positively Affects
Goal Congruence.

The Relationship Between Goal Congruence and Extra-
Role Behaviour

The literature examining the relationship between FC and
EXB is a crucial focus for understanding and managing the
performance of individuals within organizations. In this
context, research centers around assessing how individuals'
personal goals align with the organization's goals. For
instance, a study by Jones and James (1979) suggests that
individuals having goals congruent with organizational
goals promote EXBs. It posits that when there is alignment
between individuals' objectives and the organization's
purposes, their commitment to their jobs increases, leading
to a higher likelihood of exhibiting EXBs. Another study
might draw on the theoretical framework proposed by
Locke and Latham (2002), emphasizing goal congruence in
organizations. This theory argues that individuals'
motivation increases when directed towards specific goals.
Therefore, if there is alignment between an individual's
personal goals and the goals set by the organization, this
alignment may enhance their engagement in EXBs.
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Additionally, a meta-analysis examining Goal Congruence
and EXBs found a moderately positive relationship
between these factors (Smith et al., 2019). This suggests
that the alignment between individuals' personal and
organizational goals can positively influence EXBs, as a
comprehensive body of literature indicates. In conclusion,
the relationship between Goal Congruence and EXB has
been approached from various perspectives in the
literature, and a series of studies indicate that this
relationship is a significant factor in shaping performance
within organizations.

Hypothesis 3.Goal Congruence Positively Affects Extra-
Role Behaviour.

Goal Congruence's Mediating Influence On The
Relationship Between Inclusive Leadership And Extra-
Role Behavior

The mediating influence of Goal Congruence on the
relationship between IL and EXB has been a subject of
inquiry in organizational research. Scholars have
investigated how aligning individual goals with
organizational objectives, i.e., Goal Congruence, may
influence the strength and nature of the link between IL and
the exhibition of EXBs among employees. For instance, a
study by Johnson et al. (2018) proposes that high levels of
Goal Congruence may enhance the positive impact of IL on
EXBs. When employees perceive that their personal goals
align with the inclusive values promoted by leaders, they
might be more motivated to engage in behaviors beyond
their formal job requirements. In contrast, research by
Smith and Brown (2020) suggests that lower levels of Goal
Congruence may weaken the relationship between IL and
EXBs. In situations where there is a disconnect between
individual and organizational goals, the positive effects of
IL on encouraging employees to exhibit EXBs might be
diminished.

Moreover, a comprehensive meta-analysis conducted by
Chen et al. (2019) highlights that the role of Goal
Congruence inthe IL and EXB relationship is contingent on
contextual factors and organizational dynamics. The study
emphasizes the importance of considering Goal
Congruence as a nuanced and context-specific factor in
understanding the interplay between leadership styles and
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employee behaviors. In summary, Goal Congruence plays a
crucial mediating role in shaping the relationship between
IL and EXB, and the nuances of this interaction depend on
various contextual factors within organizational settings.

Hypothesis 4.Goal Congruence plays mediating role in IL
effect of EXB.

The research model is presented in Figure 1.

Follower—Leader Goal
Congruence

Inclusive
Leadership

Extra-Role
Behaviors

Figure 1. Research model

Methods

Sample and Procedure

The study sample consists of hospital employees. To this
end, interviews were conducted with the management of 6
hospitals in the Turkish Republic of Northern Cyprus
(TRNC), and they were informed about the research and
requested to participate in the survey. Two hospital
administrators responded positively to the request. On-site
surveys were conducted with the employees of the two
hospitals, who responded positively.

All participants were first briefed about the research, and
assurance was given regarding the confidentiality of their
data. Also, the participants were advised to retreat from the
survey at any moment and that their participation was
optional. We were successful in obtaining written consent
from the subjects. Closed envelopes containing surveys
were given to the participants, as determined through
convenience sampling. After completing the surveys,
sealed envelopes containing the surveys were collected. A
total of 600 surveys were prepared, 300 for each hospital.
Out of the prepared surveys, 468 were distributed to
participants. Upon examination, it was found that 113
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needed to be filled out, and 30 responded to only 50% of the
statements in the survey. Additionally, it was determined
that 17 surveys were randomly filled out. Therefore, a total
of 160 surveys were not included in the study. Thus, the
research was completed with 326 valid surveys. Of the
participants, 180 (55.21%) are female, and 146 (44.79%)
are male. While 191 (58.59%) participants are single, 135
(41.41%) are married. 133 (40.80%) participants have five
years or less of work experience, 129 (39.57%) participants
have 6-10 years, and 64 (19.63%) participants have 11
years or more of work experience. 91 (27.91%) participants
are below 30 years old, 144 (44.17%) participants are in the
31-40 age range, 68 (20.86%) participants are in the 41-50
age range, and 23 (7.06%) participants are 51 years and
older.

Measures

This paper utilized scales used in previous research, with
their validity and reliability tested. A five-point Likert scale
ranging from 1 to 5 was employed to measure the items in
the study. The details of the scales are presented below.

Inclusive Leadership: The inclusive leadership scale,
developed by Carmeli, Reiter-Palmon, and Ziv (2010) to
assess participants' perceptions of their leaders' inclusive
leadership, was used. The scale was adapted to Turkish by
Slrlcl and Maslakel (2021). The scale comprises nine
statements, and responses are rated from 1 ="notatall'to 5=
'to a large extent.' Sample statements from the scale include
"My manager is open to hearing new ideas" and "My
manager is ready to solve problems."

Follower-Leader Goal Congruence: To determine FC in
participants, the FC scale adapted by Yasin et al. (2023)
from De Clercq et al. (2014) work was used. The
researchers used Brislin et al. (1973) methods to translate
the scale into Turkish. The scale consists of 4 statements,
and responses are rated from 1 = 'totally disagree' to 5 =
'totally agree.' Sample statements from the ranking include
"My manager's work-related goals are fully aligned with
mine" and "My manager and | think alike on most issues
with respect to work."

Extra-Role Behavior: To identify EXB in participants, the
short form of the EXB scale developed by Fox and Spector
(2010) and adapted to Turkish by Ciice (2022) was used.
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The scale comprises ten statements, and responses are rated
from 1 ="Strongly Disagree'to 5 ="Strongly Agree.' Sample
statements from the scale include "I help colleagues with
heavy workloads" and "l volunteer for extra tasks or
responsibilities."”

Control Variables: Due to the association of employees' age
and gender with EXB in previous research
(Alnaimi&Rjoub, 2021; Xiao & Cooke, 2019), age and
gender were identified as control variables in this paper.
However, it was found that these control variables did not
alter the explanatory structure of the predictive variable for
this study. Therefore, while included in the analyses, their
findings are not reported to avoid readers' confusion.

Common Method Bias

The concern of Common Method Bias is significant as data
is collected from a single source, potentially affecting the
participants' responses. Several methods were
implemented during the survey administration phase to
address this concern. Firstly, participants were assured of
anonymity and instructed not to include their names in the
surveys. Additionally, the surveys were delivered and
collected in sealed envelopes. Despite the researcher's
efforts, the presence of Common Method Bias in the study
was evaluated using two techniques.

Firstly, Harman's single-factor test revealed that a single
factor explained most of the general factor variance,
accounting for only 32.48%. This value is well below the

recommended cutoff of 50% in the literature. Furthermore,
it was observed that the Variance Inflation Factor (VIF)
values ranged from 1.1 to 1.255. According to Kock (2015),
a VIF value below 3.3 indicates that the data is accessible
from common method bias. The findings suggest no
significant concern about common method bias in this
study.

DataAnalysis

The research data were analyzed using IBM SPSS 27 and
AMOS 22 programs. Descriptive analyses were conducted
to determine the demographic characteristics of the
participants, and correlation analysis was performed to
identify relationships between constructs. The Process
Macro, widely used in recent studies and considered to
provide more robust results than other methods (Hayes,
2018; Huang et al., 2023; Suruci et al., 2023), was
employed to test the research hypotheses. Hypothesis tests
were conducted at a 95% confidence interval using Model
4,and 5000 resamples were utilized.

Results
Validity and Reliability

Astring of analyses were completed to evaluate the validity
and reliability of the scales. Convergent and discriminant
validity were evaluated, while internal consistency and
composite reliability values were controlled for reliability
assessment. The results of the analyses are givenin Table 1.

Table 1 : Factor loadings, Validity and Reliability

. , Average
Variables Item Loadings (F:ler?a%(;lsils CroAr:gﬁZh > Varian%:e
Extracted
Inclusive Leadership IL1 0.659 0.921 0.923 0.570
IL2 0.824
IL3 0.888
IL4 0.826
IL5 0.798
IL6 0.598
IL7 0.721
IL8 0.752
AL9 0.682

22

www.pbr.co.in



Volume 17 Issue 4 October 2024

. , Average
Variables Item Loadings (F:zg?a%(;lsil':; Cr%gzgh s Varian%:e
Extracted
Follower-Leader Goal FLGC1 0.642 0.823 0.822 0.541
Congruence FLGC2 0.655
FLGC3 0.804
FLGC4 0.822
Extra-Role Behavior ERB1 0.784 0.924 0.920 0.553
ERB2 0.821
ERB3 0.904
ERB4 0.638
ERB5 0.811
ERB6 0.820
ERB7 0.729
ERB8 0.568
ERB9 0.721
ERB10 0.561

When examining Table 1, it is observed that the factor
loadings for the statements related to the constructs range
between 0.598 and 0.888 for IL, 0.642 and 0.822 for FC,
and between 0.561 and 0.904 for EXB. Factor loadings
above 0.5 indicate good representativeness of the
statements (Suriici&Maslakgt, 2020).

The average variance extracted (AVE) values for all
constructs being more significant than 0.5 and lower than
the composite reliability (CR) values indicate convergent
validity of the constructs (Fornell&Larcker, 1981; Hair et
al., 2010; Sdricu et al., 2023). Additionally, confirming
discriminant validity, the square root of AVE (Table 2) is
greater than the correlation values between the constructs
(Fornell&Larcker, 1981; Surtcu etal., 2023).

Lastly, the fit indices of the measurement model were
checked and found to have good fit values (x2/df = 3.104;

GFI=0.959, CFI =0.962; TLI = 0.941; RMSEA = 0.038).
Considering all findings together, it is concluded that the
constructs in the study have validity.

The Cronbach's Alpha values for the constructs are 0.923,
0.822, and 0.920, respectively, and the Composite
Reliability values are 0.921, 0.823, and 0.924. These values
are well above the recommended threshold of 0.7 in the
literature. These values confirm that the constructs are
internally consistent and reliable (Hair et al., 2010; Sur(cu
etal., 2023).

Descriptive Statistics and Correlation Analysis

Before conducting hypothesis testing, a correlation analysis
was performed to determine the relationship between
constructs and the strength of this relationship. The results of
the correlation analysis are exhibited in Table 2.

Table 2: Descriptive Statistics and Correlation Analysis (N=326)

Mean SD 1 2 3
Inclusive Leadership 3.34 0.724 (0.755)
Follower-Leader Goal Congruence 3.25 0.628 0.481** (0.736)
Extra-Role Behavior 341 0.827 0.523** 0.389** (0.744)
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The results in Table 2 indicate that IL has a positive
correlation with FC (r = 0.481, p < 0.05) and EXB (r =
0.523, p < 0.05). Additionally, the relationship between FC
and EXB is positive and significant (r = 0.389, p < 0.05).

Hypothesis Tests

The Process Macro developed by Hayes (2018) was
utilized to test the proposed hypotheses in the study,
specifically Model 4. The analyses in the Process Macro
were conducted with 5000 resamples and at a 95%
confidence interval. The results of the analysis are
presented in Table 3.

Table 3: Mediation Analysis (Indirect Effects)

. %95 ClI
Regression Path B SE p LLCI ULCI
IL ----- >ERB 0.462 0.071 0.000 0.344 0.759
IL ----- >FLGC 0.335 0.052 0.000 0.235 0.521
FLGC ----- > ERB 0.301 0.068 0.000 0.189 0.425
Mediation Effect (Indirect effect)
IL ----> FLGC ----> ERB 0.196 0.047 0.000 0.088 0.164

IL: Inclusive Leadership, FLGC: Follower-Leader Goal Congruence, ERB: Extra-Role Behavior

When examining the results in Table 3, it is observed that IL
has a positive effect on both FC (= 0.462, SE=0.071, 95%
Cl =0.344,0.759) and EXB (= 0.335, SE=0.052, 95% ClI
= 0.235, 0.521). Furthermore, the effect of FC on EXB is
also positive and significant (= 0.301, SE=0.068, 95% ClI
= 0.189, 0.425). This is evidenced by the confidence
intervals not encompassing zero. These findings confirm
the support for Hypotheses 1, 2, and 3.

The last hypothesis of the study (Hypothesis 4) assumes
that FC plays a mediating role in the impact of IL on EXB.
To test this hypothesis, the indirect effect of IL on EXB
through FC was controlled. The research findings confirm
that FC plays a mediating role in the impact of IL on EXB
(B= 0.196, SE=0.047, 95% CI = 0.088, 0.164). Thus,
Hypothesis 4 is supported.

Discussion

An in-depth examination of the intricate relationship
between FC, IL, and EXB uncovers a complex web of
interdependencies and the possibility of significant
changes in organizational dynamics. Through our data
analysis, we have discovered multiple major themes that
illustrate the intricate interconnections among these
concepts. The findings provide significant insights for both
scholarly investigation and real-world implementation.
The study demonstrates a significant link between IL and
EXB. Leaders who exhibit inclusive behaviors serve as
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exemplary figures, motivating their followers to exceed
their duties and offer additional contributions. The
beneficial impact of IL on EXB underscores the infectious
quality of inclusive behaviors, fostering a corporate
environment in which employees actively exert more
significant effort for collective advantage. The findings of
this study align with previous research (Nielsen &Munir,
2009; Carmeli et al., 2010; Nishii, 2013) that has shown the
significant impact of IL on the growth of EXB practices and
corporate citizenship initiatives.The association between
IL and FC aligns with the underlying idea of our work.
Organizations that foster a harmonious alignment between
the goals of leaders and followers are more likely to witness
the adoption of IL approaches. The findings suggest that a
clear understanding of organizational objectives improves
leaders' propensity to embrace diversity, openness to
diverse perspectives, and readiness to address challenges
through collaborative efforts. This evidence supports the
notion that common goals are catalysts for IL, creating a
setting where all viewpoints are acknowledged and valued.

An important finding from our study is the intermediary
function performed by FC in the correlation between IL and
EXB. These findings indicate that aligning goals between
leaders and followers mediates the influence of IL on EXB.
The mediating impact highlights the significance of shared
goals by which IL approaches result in concrete
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organizational results. Organizations aiming to improve
EXBs may benefit from fostering goal alignment as a
strategic tool.

Our study for leaders in organizations has important
implications for those who want to create inclusive
environments and encourage employees to go above and
beyond their regular job duties. Implementing strategies
that prioritize goal alignment activities, leadership
development programs, and communication channels that
promote shared objectives can enhance the good outcomes
reported in this study. Further study could investigate
contextual elements that moderate these connections and
examine additional mediators contributing to IL's
translation into EXB. Ultimately, "Common Goals,
Extraordinary Outcomes" confirms the interdependence of
FC, IL, and EXB and emphasizes the profound capacity for
promoting mutual objectives inside organizations. This
study adds to the ongoing discussion on IL and EXB,
establishing a basis for further investigation into the factors
influencing collaborative and high-performing work
environments.

Conclusion

Our study reveals the transformative power of shared
objectives in organizational contexts as we explore the
complex dynamics of FC, IL, and EXB. Upon reviewing
the findings and considering the broader implications of our
research, numerous important conclusions arise, which
contribute to our comprehension of leadership
effectiveness and organizational dynamics. Our analysis
confirms that when leaders and followers have aligned
goals, it forms the foundation for implementing IL
approaches. Organizations that cultivate a conducive
atmosphere for embracing shared objectives observe a
ripple effect as leaders exemplify inclusiveness,
transparency, and cooperation. The study affirms that
shared goals serve as the foundation for a culture of IL.

Based on our research, we have shown that IL has a
significant impact on EXB when there is a standard set of
objectives. Leaders who advocate for diversity have a
cascading effect, motivating their followers to exceed their
responsibilities. The significant impact of IL on EXB
underscores the crucial role that leaders have in cultivating
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a workplace culture characterized by a proactive attitude
toward going above and beyond what is required.

The critical finding is that FC acts as a catalyst, facilitating
the translation of the influence of IL into EXB. FC catalyzes
by directing the beneficial impact of IL toward aligning
organizational goals. The study highlights the importance
of fostering goal alignment for businesses that utilize IL to
improve corporate citizenship behaviors. Our study has
practical implications for organizational leaders dealing
with the intricacies of leadership and organizational
dynamics. Implementing strategies that prioritize
initiatives to align goals, developing leadership programs
that promote inclusive practices, and establishing
communication channels that emphasize shared objectives
can effectively nurture inclusive workplaces and encourage
extra-role activities.

As we wrap up this study, there are promising paths for
further investigation. It is helpful to investigate the
influence of contextual factors, investigate supplemental
mediators, and assess a variety of organizational contexts to
improve our understanding of the complex interaction
between FC, IL, and EXB. Further academic pursuits in this
field hold the potential to uncover profound understandings
of the factors that contribute to productive and cooperative
work environments. Essentially, "Common Goals,
Extraordinary Outcomes” demonstrates the
interdependence of FC, IL, and EXB and guides
organizational leaders who aim to create cultures where
collective objectives drive teams toward exceptional
results. We expect our discoveries to stimulate ongoing
discussion, creativity, IL, and EXB investigation as we
conclude this exploration.

Limitation

This study sheds light on the relationship between IL, extra-
role activity, and goal congruence. Nevertheless, it is
imperative to acknowledge and value this research's limits.
Because the study was conducted inside a specific
organizational framework, there may be differences in the
degree to which the findings are applicable in other
circumstances. Further research endeavors could examine
correlations across diverse industries and organizational
structures.
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Moreover, the current investigation explicitly looked at the
mediating roles of goal congruence. However, it is essential
to recognize that other factors might impact these
correlations. Further investigations should examine
additional factors that could enhance our comprehension of
the dynamic correlation between role clarity and employee
accountability.

Reference

« Alnaimi, A. M. M., &Rjoub, H. (2021). Perceived
organizational support, psychological entitlement, and
extra-role behavior: The mediating role of knowledge
hiding behavior. Journal of Management &
Organization, 27(3), 507-522.

e Andrade, C., &Neves, P. C. (2022). Perceived
Organizational Support, Coworkers' Conflict, and
Organizational Citizenship Behavior: The Mediation
Role of Work-Family Conflict. Administrative
Sciences, 12(1), pp. 1-12. https://doi.org/
10.3390/admsci12010020

« Bakari, H., Hunjra, A. I, &Niazi, G. S. K. (2017). How
does authentic leadership influence planned
organizational change? The role of employees'
perceptions: Integration of theory of planned behavior
and Lewin's three-step model. Journal of Change
Management, 1-33.

- Bakker, A. B., &Xanthopoulou, D. (2009). The
crossover of daily work engagement: a test of an actor-
partner interdependence model. J. Appl. Psychol. 94,
1562-1571. doi: 10.1037/a0017525

» Bouckenooghe, D., Zafar, A. and Raja, U. (2015). “How
ethical leadership shapes employees' job performance:
the mediating roles of goal congruence and
psychological capital,” Journal of Business Ethics, Vol.
129 No. 2, pp. 251-264.

« Brislin, Richard, LonnerWalter J. ve Thorndike Robert.
1973. Cross-Cultural Research Methods, New York:
JohnWiley/SonsPub

e Bryant, W. & Merritt, S.M. (2019). “Unethical pro-
organizational behavior and positive leader— employee
relationships,” Journal of Business Ethics, Vol. 168, pp.
1-17.

26

Burger, J. M. (2011). Personality (8th ed.). Belmont,
CA: Wadsworth, Cengage Learning.

Carmeli, A., &Gittell, J. H. (2009). High-quality
relationships, psychological safety, and learning from
failures in work organizations. Journal of
Organizational Behavior, 30(6), 709-729.

Carmeli, A., Reiter-Palmon, R., &Ziv, E. (2010).
Inclusive Leadership and employee involvement in
creative tasks in the workplace: The mediating role of
psychological safety. Creativity Research Journal,
22(3), 250-260.

Chen, H., et al. (2019). A Meta-Analysis of the
Antecedents and Outcomes of Goal Congruence.
Journal of Applied Psychology, 104(10), 1351-1369.

Colbert, A. E., Mount, M. K., Harter, J. K., Witt, L. A., &
Barrick, M. R. (2004). Interactive effects of personality
and perception of work situation on workplace
deviance. Journal of Applied Psychology, 89(4),
599-6009.

Cox, T., & Blake, S. (1991). Managing cultural
diversity: Implications for organizational
competitiveness. Academy of Management Executive,
5(3), 45-56.

Ciice, H. (2022). BabacanLiderlik ile
EkstraRolDavranisiArasindakiiliskininincelenmesi:
OrgutselOzdeslesmeninAraci, Kendinden
FedakarlikEtmeninDiizenleyiciRolu.

De Clercq, D., Thongpapanl, N., &Dimov, D. (2009).
When good conflict gets better, and lousy conflict
worsens: The role of social capital in the
conflict—innovation relationship. Journal of the
Academy of Marketing Science, 37, 283-297.

Edwards, J.R. & Cable, D.M. (2009). “The value of
value congruence”, Journal of Applied Psychology, Vol.
94 No. 3, pp. 654-677.

Foti, R. J., Hansbrough, T. K., Epitropaki, O., & Coyle,
P. T. (2017). Dynamic viewpoints on implicit
Leadership and followership theories: Approaches,
findings, and future directions. The Leadership
Quarterly, 28(2), 261-267. https://doi.org/10.1016/j.
leaqua.2017.02.004

www.pbr.co.in



Fox, S., & Spector, P. E. (2010). Instrumental
counterproductive work behavior and the theory of
planned behavior. A “cold cognitive” approach to
complement “hot affective” theories of CWB. In L. L.
Neider& C. A. Schriesheim (Eds.), The “dark’ side of
management (2010: p. 93-114). Charlotte: IAP

Gallo, A. (2018). The real reasons women do not speak
up are Harvard Business Review.

Guo, Y., Liao, J.Q., Liao, S.D., & Zhang, Y.H. (2014).
“The mediating role of intrinsic motivation on the
relationship between developmental feedback and
employee job performance.” Social Behavior &
Personality: An International Journal, 42(5), 731-741.

Hayes, A.F., (2018). Introduction to mediation,
moderation, and conditional process analysis: a
regression-based approach. Guilford Publications.

Huang, H., Ding, Y., Liang, Y., Wan, X., Peng, Q.,
Zhang, Y., ... & Chen, C. (2023). The association
between perfectionism and academic procrastination
among undergraduate nursing students: The role of
self-efficacy and resilience. Nursing Open, 10(10),
6758-6768.

Hunt, V., Layton, D., & Prince, S. (2018). Diversity
matters. McKinsey & Company.

Ibrahim, H., &Aslinda, H. (2014). The influence of
intrinsic and extrinsic motivation on extra-role behavior
in the workplace. Procedia - Social and Behavioral
Sciences, 109, 722-726.

Javed, B., Abdullah, I., Zaffar, M. A., Haque, A. U., &
Rubab, U. (2019). Inclusive Leadership and innovative
work behavior: The role of psychological
empowerment. Journal of Management and
Organization, 25(4), 554-571. https://doi.org/10.1017/
jmo.2018.50.

Johnson, M., et al. (2018). Understanding the role of
inclusive Leadership in employees' extra-role
behaviors: The role of psychological safety. Journal of
Business Ethics, 157(2), 493-508.

Jones, G. R., & James, L. R. (1979). Psychological
climates: Areview. Organizational behavior and human
performance, 23(3), 193-215.

www.pbr.co.in

Volume 17 Issue 4 October 2024

Kog, O., Bozkurt, S., Tasdemir, D. D., &Ginsel, A.
(2022). The moderating role ofintrinsic motivation on
the relationship between toxic leadership and emotional
exhaustion. Frontiers in Psychology, 13, 1047834,
https://doi.org/10.3389/fpsyg.2022.1047834.

Kock, N. (2015). Standard method bias in PLS-SEM: A
full collinearity assessment approach. International
Journal of e-Collaboration, 11(4), 1-10.

Korkmaz, A., van Engen, M. L., Knappert, L., &Schalk,
R. (2022). About and beyond leading uniqueness and
belongingness: A systematic review of inclusive
leadership research. Human Resource Management
Review, 32(4), 100894. https://doi.org/10.1016/j.
hrmr.2022.100894

Krug, M. T. (2015). Academic optimism, organizational
citizenship behavior, and principal support: An
examination of factors affecting teacher agency in
elementary schools. Doctoral dissertation, The College
of Williamand Mary.

Leana, C.R., Ill and Van Buren, H.J. (1999),
“Organizational social capital and employment
practices,” Academy of Management Review, \Vol. 24
No. 3, pp. 538-555.

Liden, R. C., Wayne, S. J., Zhao, H., & Henderson, D.
(2008). Servant Leadership: Development of a
multidimensional measure and multi-level assessment.
The Leadership Quarterly, 19(2), 161-177.

Locke, E. A., & Latham, G. P. (2002). Building a
practical theory of goal setting and task motivation: A
35-year odyssey. American psychologist, 57(9), 705.

Matta, F. K., Scott, B. A., Koopman, J., and Conlon, D.
E. (2015). Does seeing “eye to eye” affect work
engagement and organizational citizenship behavior? A
role theory perspective on LMX agreement. Acad.
Manag. J. 58, 1686-1708. doi: 10.5465/am;j.2014.0106

Mor Barak, M. E., Cherin, D. A., & Berkman, S. (1998).
Organizational and personal dimensions in diversity
climate: Ethnic and gender differences in employee
perceptions. Journal of Applied Behavioral Science,
34(1),82-104.

Nahapiet, J., &Ghoshal, S. (1998). Social capital,

27



28

Pacific Business Review (International)

intellectual capital, and organizational advantage.
Academy of Management Review, pp. 23, 242-268.

Nielsen, K., &Munir, F. (2009). How do
transformational leaders influence followers' affective
well-being? Exploring the mediating role of self-
efficacy. Work & Stress, 23(4), 313-329.

Nishii, L. H. (2013). The benefits of climate for
inclusion for gender-diverse groups. Academy of
Management Journal, 56(6), 1754-1774.

Nishii, L. H., & Mayer, D. M. (2009). Do inclusive
leaders help to reduce turnover in diverse groups? The
moderating role of leader-member exchange in the
diversity to turnover relationship. Journal of Applied
Psychology, 94(6),1412-1426.

Organ, D. W.,, & Ryan, K. (1995). A meta-analytic
review of attitudinal and dispositional predictors of
organizational citizenship behavior. Personnel
Psychology, 48(4), 775-802.

Palomino, M. C. P,, Valdivia, E. M., and Garcia, A. B.,
2022. Social Responsibility as Curricular Content into
Initial Teacher Training in Time of Crisis. International
Journal of Instruction, 15(1), pp. 821-836.
https://doi.org/10.29333/iji.2022.15147a.

Pavalache-llie, M. (2014). The impact of self-efficacy
on work performance. Procedia - Social and Behavioral
Sciences, 149, 870-874.

Peng, J., Chen, X., Nie, Q., & Wang, Z. (2020).
Proactive personality congruence and creativity: A
leader identification perspective. Journal of Managerial
Psychology, 35 (7/8), 543-558. https://doi.org/10.1108/
jmp-10-2018-0444

Peus, C., Wesche, J. S., Streicher, B., Braun, S., & Frey,
D. (2012). Authentic Leadership: An empirical test of its
antecedents, consequences, and mediating mechanisms.
Journal of Business Ethics, 107(3), 331-348.

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B.,
&Bachrach, D. G. (2000). Organizational citizenship
behaviors: A critical review of the theoretical and
empirical literature and suggestions for future research.
Journal of Management, 26(3), 513-563.

Qin, X., Liu, D., Brown, J., Zheng, X., & Owens, B. P.
(2019). Employee self-verification motives and job
performance: A person-supervisor fit perspective.
Journal of Applied Psychology, 104(2), 267-289.

Qin, X,, Liu, X., Brown, J.A., Zheng, X., & Owens, B.P.
(2019). Humility harmonized? Exploring whether and
how leader and employee humility (in) congruence
influences employee citizenship and deviance
behaviors. Journal of Business Ethics, pp. 165, 1-19

Ramos, J., Anderson, N., Peird, J., &Zijlstra, F. (2018).
Creativity and innovation in organizations: Current
research and recent trends in management. Taylor &
Francis.

Rui-Ying, ZHANG., Yong-Jun, ZHANG., & Yong-Xin,
L. I. (2018). Old wine in new bottles or innovation: Is
inclusive Leadership an Independent leadership type?
Journal of Psychological Science, 5, 1158.

Ryan, M. K., & Haslam, S. A. (2007). The glass cliff:
Exploring the dynamics surrounding the appointment of
women to precarious leadership positions. Academy of
Management Review, 32(2), 549-572.

Shih, H.-A., & Nguyen, T.-V. (2022). Effects of leader-
follower congruence in humor on employee creativity:
Abroaden and build theory approach. European Journal
of Work and Organizational Psychology, 31(5), 1-12.
https://doi.org/10.1080/ 1359432x.2021.2021886.

Shore, L. M., & Chung, B. G. (2022). Inclusive
Leadership: How leaders sustain or discourage
workgroup inclusion. Group and Organization
Management, 47(4), 723-754. https://doi.
0rg/10.1177/1059601121999580

Shore, L. M., Randel, A. E., Chung, B. G., Dean, M. A.,
Ehrhart, K. H., & Singh, G. (2011). Inclusion and
diversity in work groups: Research and practice. In S.
Zedeck (Ed.), APA handbook of industrial and
organizational psychology (Vol. 1, pp. 393-429).
American Psychological Association.

Shore, L. M., Randel, A. E., Chung, B. G., Dean, M. A,
Holcombe Ehrhart, K., & Singh, G. (2011). Inclusion
and diversity in work groups: Research and practice.
Journal of Management, 37(1), 126-154.

www.pbr.co.in



Smith, C. A, Organ, D. W., & Near, J. P. (1983).
Organizational citizenship behavior: Its nature and
antecedents. Journal of Applied Psychology, 68(4), 653.

Smith, J., & Brown, A. (2020). Goal Congruence and
Leadership Effectiveness: Understanding the
Moderating Role of Employee Characteristics. Journal
of Applied Psychology, 105(8), 931-944.

Srivastava, A. P., &Dhar, R. L. (2015). Training
comprehensiveness: Construct development and
relation with role behavior. European Journal of
Training and Development, 39(7), 641-662.

Surucu, L., &Maslakel, A. (2020). Validity and
reliability in quantitative research. Business &
Management Studies: An International Journal, 8(3),
2694-2726.

Sirict, L., Sesen, H., &Maslakel, A. (2023).
Regression, Mediation/Moderation, and Structural
Equation Modeling with SPSS, AMOS, and PROCESS
Macro.

Tagliabue, M., Sigurjonsdottir, S. S., &Sandaker, I.
(2020). The effects of performance feedback on
organizational citizenship behavior: a systematic
review and meta-analysis. European Journal of Work
and Organizational Psychology, 29(6), 841-861.

Tajeddini, K. (2010). Effect of customer orientation and
entrepreneurial orientation on innovativeness: Evidence
from the hotel industry in Switzerland. Tourism
Management, 31(2), 221-231.

Tasdemir, D. D., Cekmecelioglu, H. G. ve Yikilmaz, i.
(2019). Cokkiltarliortamdacalisanlarinkiltirel
zekadizeylerininduygusalemekgdésterimlerineetkisi.
OPUS UluslararasiToplumArastirmalariDergisi, 12,
719-740.

Tefera, C. A., &Hunsaker, W. D. (2020). Intangible
assets and organizational citizenship behavior: A
conceptual model, Heliyon, 6(7), e04497.

www.pbr.co.in

Volume 17 Issue 4 October 2024

Van Knippenberg, D., Dawson, J. F.,, West, M. A., &
Homan, A. C. (2020). Diversity faultlines, faultline
strength, and team creativity: Integrating the literature
on organizational diversity and team creativity.
Academy of Management Journal, 63(5), 1434-1460.

Wang, Y., Chen, Y., Fu, Y., Zhang, W., (2017). Do prior
interactions breed cooperation in construction projects?
The mediating role of contracts. International journal of
project management, 35 (4), 633-646.

Xiao, M., & Cooke, F. L. (2019). Why and when
knowledge hiding in the workplace is harmful: a review
of the literature and directions for future research in the
Chinese context. Asia Pacific Journal of Human
Resources, 57(4), 470-502.

Yasin, R., Jan, G., Huseynova, A., &Atif, M. (2023).
Inclusive Leadership and turnover intention: the role of
follower—leader goal congruence and organizational
commitment. Management Decision, 61(3), 589-609.

Zhang, S.J., Yafan F. Fei K., 2018. How to foster sellers'
cooperative behavior in the Chinese construction
industry: direct and interaction effects of power and
contract. International journal of project management,
36(7),940-953.

Zhang, X., Wang, M., & Shi, J. (2012). Leader—follower
congruence in proactive personality and work
outcomes: The mediating role of leader-member
exchange. Academy of Management Journal, 55(1),
111-130.

Zhou, J., &Hoever, 1. J. (2014). Research on workplace
creativity: A review and redirection. Annual Review of
Organizational Psychology and Organizational
Behavior, pp. 1, 333-359.

29



